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PREFACE 


Medical  personnel  perform  in  a  stimulating  environment  that 
exercises  clinical  skills  as  well  as  management.  As  medical 
personnel  serve  critical  functions  in  the  Air  Force,  it  is 
worthwhile  to  examine  their  attitudes  and  try  to  determine 
attitudinal  strengths  and  weaknesses  within  the  medical 
area.  By  examining  jab  attitudes  and  focusing  on  what 
conditions  within  their  work  situations  are  associated  with 
effective  job  performance  and  satisfaction,  medical  person¬ 
nel  may  be  able  to  create  an  atmosphere  to  make  work  more 
meaningf ul  . 

This  report  was  written  with  two  purposes  in  mind.  First, 
to  provide  medical  area  leaders  and  functional  managers 
feedback  where  they  should  be  concerned  about  work  related 
issues  in  the  medical  environment  obtained  through  the  use 
of  the  Organizational  Assessment  Package  survey.  Second, 
since  the  LMOC  Directorate  of  Research  Analysis  will  be 
phased  out  an  30  September  138S,  with  the  data  base  being 
transferred  to  the  Air  Force  Human  Resources  Laboratory 
Brooks  AFB,  Texas,  this  report  documents  that  part  of  the 
data  base . 


As  required  by  LMDC ,  the  project  sponsor,  this  report  is 
written  in  the  style  prescribed  by  the  American  Psycho¬ 
logical  Association. 


I  am  indebted  to  the  individuals  who  provided  support 
essential  to  this  undertaking.  Cupt  .  Richard  Brown,  for  his 
direction  throughout  the  preparation  of  this  project  and  my 
administrative  advisor,  Major  Mickey  Mantel  who  helped  me 
meet  my  principal  objective,  fulfilling  the  requirements  for 
graduation  from  Air  Command  and  Staff  College. 
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EXECUTIVE  SUMMARY 


insights  into  tomorrow ” 


Part  of  our  College  mission  is  distribution  of  the 
students’  problem  solving  products  to  I)oD 
sponsors  and  other  interested  agencies  to 
enhance  insight  into  contemporary,  defense 
related  issues.  While  the  College  has  accepted  this 
product  as  meeting  academic  requirements  for 
graduation,  the  views  and  opinions  expressed  or  .  . 

implied  are  solely  those  of  the  author  and  should  I  J 

not  be  construed  as  carrying  official  sanction.  /  / 


REPORT  NUMBER 
AUTHOR(S) 

TITLE 


86-1040 

MAJOR  GLORIA  M.  HAMMONDS ,  USAF 
JOB  ATTITUDES  OF  MEDICAL  PERSONNEL 


I.  Purpose :  To  determine  if  there  are  significant  differences 
in  Job  attitudes  Cas  measured  by  the  USAF  Organizational 
Assessment  Package--OAP ]  of  personnel  in  the  medical  career  field 
between  CONUS  and  overseas,  officer  and  enlisted,  and  males  and 
f  ema 1 es . 

II.  Background :  Because  medical  personnel  serve  such  critical 
functions  in  the  Air  Farce,  it  is  worthwhi  le  to  examine  their  Job 
attitudes  and  try  to  determine  attitudinal  strengths  and 
weaknesses  within  the  medical  career  field.  By  examining 
critical  job  attitudes  m  light  of  organizational  behavior 
research  and  theory,  medical  personnel  may  be  able  to  create  a 
more  satisfying  working  environment  and  thereby  improve 
productivity  and  retention.  This  report  aims  to  provide  Air 
Force  commanders,  medical  area  leaders,  and  functional  managers 
usable  feedback  from  medical  personnel  obtained  through  the  use 
of  the  □rganizatiancl  Assessment  Package.  The  GAP  is  administered 
by  the  Air  Farce’s  Leadership  and  Management  Development  Center 
CLMDCI  and  is  designed  to  identify  organizational  at! ltudiral 
strengths  and  weaknesses  in  a  number  of  Job  related  areas. 
Results  are  presented  in  three  functional  areas:  The  Dork  Itself, 
Uor..  Group  Process,  and  UJork  Group  Output. 


CONTINUED 


III.  Procedures  and  Results:  Four  main  goals  were  pursued:  Cal 
examination  of  relevant  background  research  and  organizational 
behavior  literature;  Cbl  comparison  of  measured  demographic 
characteristics  and  Job  attitudes  between  three  groupings:  CONUS 
and  overseas,  officers  and  enlisted,  and  male  and  female  medical 
career  field  personnel;  CcJ  analyses  of  significant  attitudmal 
differences  between  the  groupings;  and  Cdl  development  of  several 
recommendations  for  medical  area  leaders  and  functional  managers. 
Statistically  significant  attitudmal  differences  were  Found 
between  the  three  grouping  of  medical  personnel  across  all  three 
OAP  major  areas:  Work  Itself,  UJork  Group  Process,  and  Work  Group 
Output,  In  the  comparison  of  attitudes  among  CONUS  and  overseas 
medical,  only  G  of  the  13  OAP  Factors  show  statistically 
significant  differences.  CONUS  expressed  more  positive  views  on 
UJcrk  Support,  Management  Supervision,  and  Perceived  Productivity. 
Overseas  medical  personnel  expressed  more  positive  views  toward 
Task  Characteristics,  Task  Autonomy,  and  Advancement/Recognition. 
Overall  CONUS  was  more  positive  on  9  of  the  13  factors  examined. 
Medical  officers  were  found  to  be  statistically  significant  in 
their  differences  from  enlisted  personnel  on  IP  of  the  13  OAP 
factors  considered  and  were  mare  positive  on  all  the  significant 
differences.  Medical  male  respondents  were  statistically 
significant  in  their  differences  from  medical  Female  respondents 
on  11  of  the  13  OAP  factors  and  were  more  positive  on  IP  of  the 
OAP  factors. 


IU.  Conclusion :  The  results  clearly  indicate  there  are 
significant  differences  between  job  attitudes  of  medical  person¬ 
nel  in  comparisons  of  CONUS  versus  overseas,  officers  versus 
enlisted,  and  male  versus  female  on  key  organizational  factors. 
Of  particular  interest  were  the  very  positive  OAP  results  an  the 
Ucrl  Support  factor  for  CONUS  personnel;  the  substantially  more 
positive  response  of  medical  officers  for  Task  Characteristics. 
Task  Autonomy  and  Organizational  Pride.  Task  Autonomy  OAF5 
results  were  likewise  telling  For  the  medical  male.  However,  the 
study  was  unable  to  demonstrate  in  any  definite  Fashion  that 
CONUS  personnel  were  either  higher  or  lower  on  the  OAP  due  to 
assignment  location.  The  study  results  made  the  point  that 
emplcyees  have  strong  affective  reactions  to  what  happens  to  them 
at  work.  Thus,  the  Air  Force  must  realize  the  importance  of 
studying  the  attitudes,  feelings,  and  perceptions  employees  '-an 
about  their  Jobs. 


CONTINUED 


U.  Recommendations :  Air  Force  commanders,  medical  area 
leaders,  and  Functional  managers  should  be  encouraged  to:  Cal 
Assess  cabiiities .  Provide  tasks  that  are  challenging,  yet 
u.ithin  an  individual’s  abilities,  potentials  and  needs  as  a  way 
of  distinguishing  between  those  who  are  near  the  limit  of  their 
abilities  and  those  who  have  a  great  deal  more  to  contribute; 
Cbl  Provide  qualified  and  motivated  people  to  provide  training 
far'  personnel.  The  training  would  preferably  be  given  to  the 
worker  prior  to  beginning  an  assignment.  The  DAP  survey 
responses  suggested  that  the  medical  area  leaders  do  not  place 
adequate  emphasis  on  providing  Job  related  training  For  the 
medical  female.  As  readiness  depends  on  quality,  supervisors 
must  ensure  all  personnel  are  adequately  trained  to  accomplish 
the  medical  mission;  [cl  Provide  direct  feedback  to  personnel 
regarding  their  performance  in  a  timely  and  nonevaluative  manner; 
Cd]  Promote  good  communications;  Cel  Place  special  emphasis  on 
Formal  recognition  programs,  and  focus  on  informal  recognition 
programs  to  recognize  personnel’s  efforts.  The  medical  enlisted 
responded  with  a  less  positive  attitude  in  this  area;  and  CfJ 
Perform  attitudinal  studies  to  analyze  further  job  attitudes,  Job 
desires  of  personnel.  and  satisfaction  with  assignment.  Hope¬ 
fully,  this  would  prove  insight  into  improving  and  maintaining 
the  potential  of  medical  personnel. 


Chapter  One 


INTRODUCTION 

The  unique  demands  required  of  medical  personnel  lends  im¬ 
portance  to  assessing  Job  attitudes  in  the  medical  field.  Hos¬ 
pitals  must  cope  with  new  and  different  classes  of  patients,  new 
methods  of  medical  diagnoses  and  treatment,  and  a  much  larger 
number  of  patients.  All  af  this  has  meant  an  increase  in  the 
size  and  complexity  of  hospital  organizations,  such  as  the  number 
of  specialists  required,  and  the  ability  of  those  specialists  to 
collectively  guide  the  operations  of  the  organizations  [Hampton, 
Summer  &  Webber,  19BS1 .  Warren  Bennis  C 19691  has  this  to  say 
about  this  kind  af  environmental  change: 

The  environment  now  is  busy,  clogged  and  dense  with 
opportunities  and  threats;  it  is  turbulent,  uncertain, 
and  dynamic.  The  people  who  work  for  organizations  are 
more  complicated  than  ever  before.  They  have  needs, 
motives,  anxiBties,  and  to  make  matters  even  marB 
complicated,  they  bring  higher  expectations  than  ever 
before  to  our  institutions.  The  institutions  them¬ 
selves  are  changing,  through  the  press  of  environmental 
challenges  and  the  internal  demands  of  its  people. 

Cp.  Bll 

The  present  study  is  primarily  concerned  with  whether  there 
are  differences  in  job  attitudes  between  several  groupings  of 
medical  personnel:  those  stationed  in  CONUS  and  overseas,  males 
and  females,  and  officers  and  enlisted.  The  medical  career  field 
is  one  of  the  largest  career  fields  in  the  Air  Force  with  apprax- 
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imately  14,000  officers  and  45,000  enlisted  members  [Air  Force 


Association,  15851.  Thus,  it  is  incumbent  upon  thB  Air  Force 
leadership  to  gain  insights  an  the  attitudes  of  the  53,000 
medical  personnel  toward  their  work,  their  supervisors  and  fellow 
workers . 

Of  particular  importance  in  organizational  life  are  atti¬ 
tudes  which  individuals  bring  to  the  working  environment.  The 
ultimate  abjective  behind  measuring  job  attitudes  is  to  enable 
the  organization  to  make  changes  to  improve  those  attitudes.  In 
a  study  done  by  Tuttle,  Brockhaus,  and  Hazel  C15741  on  individual 
preferences  for  geographical  locations,  it  was  found  that 
geographic  location  was  most  frequently  selected  by  airmen  as  a 
cause  of  bath  satisfaction  and  dissatisfaction.  Therefore,  many 
were  satisfied  because  of  desirable  geographic  locations  or  were 
unhapppy  because  of  undesirable  locations.  For  officers  the 
results  showed  that  unfavorable  geographic  location  was  the 
leading  cause  of  dissatisfaction  and  favorable  geographic 
location  was  second  only  to  job  assignment  as  a  producer  of 
satisfaction.  The  desirability  of  various  overseas  C0/SD  areas 
has  been  broadly  defined  by  the  Air  Force  in  terms  of  assignment 
policies  Ce.g.,  tour  lengths].  However,  Fewer  standards  are 
available  for  making  judgment  about  the  desirability  of  Con¬ 
tinental  United  States  CC0NUS]  bases  or  location  and  its  affect 
on  the  degree  of  Job  satisfaction  derived.  Consequently,  this 
study  will  give  attention  to  the  attitudes  and  desires  of  per¬ 
sonnel,  based  on  the  assumption  that  more  fulfilling  assignments 
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and  jobs  will  serve  as  positive  incentives  for  recruitment  and 
retention . 

One  method  used  by  the  Air  Force’s  Leadership  and  Management 
Development  Center  CLUDCJ  to  reach  the  goal  of  providing  a  more 
satisfying  way  of  life  and  increasing  organizational  effective¬ 
ness  is  the  use  of  the  Organizational  Assessment  Package  COAPJ. 
The  OAP  contains  103  items  designed  ta  measure  Job  attitudes  in 
the  job  related  areas  of  leadership  and  management,  training  and 
utilization,  motivation  of  and  concern  for  people,  and  the 
communication  process.  Survey  items  are  concerned  with  the  Job, 
work  group,  supervisor,  and  organization.  The  instrument  also 
provides  the  user  the  ability  to  measure  the  degree  of  presence 
or  absence  of  certain  Job  related  factors,  such  as  job  satis¬ 
faction  and  task  autonomy.  The  OAP  is  intended  to  provide  a 
means  of  identifying  areas  within  the  organization  needing  the 
greatest  emphasis . 

The  goals  of  this  study  are  to  identify  areas  where  super¬ 
visors  in  the  medical  field  can  capitalize  on  attitudinal 
strengths  and  compensate  for  attitudinal  weaknesses.  The  object¬ 
ives  of  this  study  are: 

1.  Ta  review  relevant  background  research  and  organizational 
behavioral  literature  related  ta  medical  personnel  and  geograph¬ 
ical  assignment; 

2.  To  compare  demographic  and  attitudinal  results  on  the  DAP 
separately  for  CONUS  and  overseas  locations,  officers  and 
enlisted  personnel,  and  males  and  females; 


3.  To  analyze  significant  differences  between  the  three  sets 
of  comparisons  of  medical  personnel:  CDNIIS  and  0/S,  officer  and 
enlisted,  and  males  and  females;  and 

4.  To  develop  recommendations  far  medical  area  leaders  and 
functional  managers. 

Fallowing  the  introduction,  Chapter  Two  shows  the  results  of 
the  literature  review  highlighting  contributions  of  previous 
research  into  the  problem.  Chapter  Three  examines  the  validity 
of  the  OAP  survey  as  well  as  the  procedures  to  obtain  the 
results.  Chapter  Four  presents  the  demographic  and  attitu- 
dinal  comparisons  For  the  three  sets  of  medical  personnel. 
Chapter  Five  interprets  and  discusses  pertinent  data  related  to 
the  study.  Chapter  Six  indicates  conclusions  drawn,  and 
recommendations  made  by  the  author  for  Future  use  by  supervisors 
and  leaders  in  the  medical  career  field. 
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Chapter  Two 


LITERATURE  REUIEW 

Work  environments  are  generally  acknowledged  to  exert  a 
powerful  influence  on  the  behavior  of  organizational  members. 
Factors  that  make  work  important  to  people,  good  or  bad,  can  be 
defined  as  job  attitudes  CKahn,  I960].  Among  these  are  recog¬ 
nition,  achievement,  possibility  of  growth,  advancement,  status, 
and  job  security.  Bern  C1965,  p.  043  defines  attitudes  as  "likes 
and  dislikes,  aur  aversions  toward  and  affinities  to  objects, 
persons,  groups  or  any  identifiable  aspect  of  our  environment”. 
Attitudes  toward  work  are  determinants  of  how  people  will  respond 
to  such  things  as  changes  in  work  conditions,  long  hours,  and  pay 
incentives . 

One  of  the  major  indicators  of  the  quality  of  employment  is 
the  extent  ta  which  people  arB  involved  with  their  jobs  and  their 
work.  A  positive  relation  has  been  found  between  work  involve¬ 
ment  and  such  related  factors  as  Job  satisfaction,  morale,  and 
positive  individual  work  output.  It  has  been  found  that  people 
who  see  work  itself  as  an  important  activity  are  much  more  pro¬ 
ductive  and  more  likely  to  build  positive  relationships  at  the 
workplace  irrespective  of  their  satisfaction  at  a  given  point  of 
time  C Hi 1 1 ,  19043  . 

A  study  by  Kotter  C 19733  supports  the  idea  that  employers 


and  employees  enter  into  a  psychological  contract  when  an  em¬ 
ployee  is  hired.  When  the  expectations  of  the  employing  organ¬ 
ization  match  those  of  the  new  BmployeB,  thB  employee  will  be 
mare  productive  in  their  first  year  of  employment,  will  be  more 
satisfied  with  his  work,  and  will  tend  to  stay  with  the  organ¬ 
ization  for  a  longer  period  of  time  than  if  there  were  mismatches 
between  their  expectations.  Employers  and  subordinates  come  to 
an  agreement  on  what  each  expects  of  the  other  as  they  work 
together  in  the  organization. 

Many  studies  have  been  conducted  to  identify  what  individ¬ 
uals  really  want  from  a  job.  The  worker  in  the  American  society 
today  affiliates  himself  with  an  organization  with  the  expect¬ 
ation  that  certain  goals  and  objectives  will  be  fulfilled 
[Harris,  19673.  The  perception  of  need  fulfillment  is  an 
important  contributor  to  an  individual's  Job  satisfaction,  and 
the  concept  of  need  fulfillment  is  found  in  much  of  the  research 
concerning  job  satisfaction.  Job  satisfaction  is  considered  to 
be  an  attitude  which  results  from  a  balancing  and  summation  of 
many  specific  likes  and  dislikes  experienced  in  connection  with 
the  job.  This  attitude  manifests  itself  in  evaluation  of  the  Job 
and  of  the  employing  organization.  These  evaluations  may  rest 
largely  upon  the  perceived  contribution  of  the  Job  and  the 
company  toward  these  ends  [Bullock,  197B3. 

In  a  study  of  jab  satisfaction  and  career  intent  of  Air 
Force  personnel,  Urooman  [19763  concluded  that  the  perception  of 
being  prepared  for  future  responsibility,  and  personal  growth 
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satisfaction  were  mast  useful  in  explaining  thB  variation  in  job 
satisfaction.  In  an  earlier  study,  Blau  C1SS41  investigated  the 
need  satisfaction  of  470  federal  government  civilian  employees, 
in  23  different  jabs  and  discovered  that  the  importance  of  the 
different  need  categories  varied  across  different  occupational 
groups.  For  professional  managerial  groups  the  self-actual lza- 
tian  need  was  mast  important.  The  findings  from  the  series  of 
earlier  studies  by  Porter  [13651  and  the  results  of  Blau’s 
investigation  are  all  consistent  with  the  predictions  of  Maslow’s 
theory  of  human  motivational  behavior  and  personal  satisfaction 
in  occupational  settings. 

Porter  and  Mitchell  [13671  studied  comparative  need  satis¬ 
faction  in  military  and  business  hierarchies  with  a  sample  oF 
over  1200  Air  Farce  personnel  equated  in  rank  to  the  managerial 
level  af  civilian  counterparts.  Their  results  indicated  that  the 
Air  Force  managers  were  less  fulfilled  and  less  satisfied  than 
their  civilian  counterparts.  However,  consistent  with  previous 
findings,  need  Fulfillment  increased  in  relation  to  military  rank 
in  the  same  way  as  for  civilian  managerial  level.  Many  changes 
have  occurred  in  the  military  since  1367  and  one  might  conse¬ 
quently  question  the  relevancy  of  these  conclusions  today. 

Behavioral  scientists  have  tried  to  learn  what  attitudes 
within  people  fin  addition  to  their  skills  and  abilities!  and 
what  conditions  in  their  work  situations  are  associated  with 
effective  Jab  performance  and  with  Feelings  oF  well-being  or 
satisfaction.  The  research  evidence  on  the  determinants  of 


satisfaction  suggests  that  satisfaction  is  very  much  influenced 
by  the  actual  rewards  a  person  receives;  of  course,  the  organi¬ 
zation  has  a  considerable  amount  of  control  over  these  rewards. 
Hackman,  Lawler,  and  Porter  C19B33  suggest  that  the  way  organi¬ 
zations  are  designed  and  structured  influences  the  behavior  of 
their  members.  The  act  of  design  itself  presumes  that  those  who 
develop  the  structure  know  what  the  structure  needs  to  accomp¬ 
lish.  Neither  the  individual,  nor  the  environment  alone  deter¬ 
mines  behavior,  but  many  factors  influence  how  individuals 
respond  to  their  work  environment. 

Performance  of  individuals  is  a  critical  issue  in  making 
organizations  work  effectively.  If  a  supervisor  is  to  influence 
work  behavior  and  performance,  he  or  she  must  have  an  understand¬ 
ing  of  motivation  and  the  factors  which  influence  an  individual’s 
motivation  to  perform  on  a  Jab.  Gerard  C 19571  sites  one  factor 
which  affects  an  individual’s  motivation  to  perform  on  a  group 
task,  as  well  as  his  feelings  of  accomplishment  and  satisfact¬ 
ion,  as  the  clarity  of  the  individual  role.  Leaders  attitudes, 
and  values,  also  operate  to  influence  an  individual’s  behavior  in 
the  group  or  organization  and  the  manner  in  which  they  try  to 
modify  or  change  the  attitudes  or  behavior  of  others.  The 
employees’  perceptions  of  the  leader's  attitudes  in  turn  will 
also  probably  influence  their  actions  in  the  organization 
[Kohler,  Anatal,  &  Ppplebaum,  19753. 

Presently  there  is  much  focus  on  increasing  productivity  and 
at  the  same  time  improving  the  work  setting.  In  orgam zat 1 ona 1 
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settings,  such  as  the  hospital,  productivity  increases  as 
resources  are  brought  together  and  utilized  effectively  to 
accomplish  the  goals  of  the  organizations.  Productivity  in  any 
setting  is  affected  by  a  number  of  factors.  Incorporated  into 
this  setting  are  the  policies  and  personnel  involved  in  the  work 
system,  the  equipment  necessary  to  carry  out  the  Job,  and  the 
personal  motivation  of  the  nurse  CFriss,  19811. 

Hospitals  have  expended  considerable  time,  effort,  and  money 
upon  recruiting  likely  candidates  and  adjusting  working  environ¬ 
ments  to  encourage  talented  employees  to  stay  on  their  staffs. 
Although  job  satisfaction  is  viewed  as  a  less  stable  attitude 
that  may  reflect  temporary  Job  conditions,  it  is  worthwhile  to 
evaluate  the  difference  that  assignment  location  may  have  on  an 
individual . 

The  importance  of  assignment  preferences  on  satisfaction, 
retention,  and  career  decisions  is  well  recognized  by  the  Air 
Farce,  and  operational  procedures  have  been  established  accord¬ 
ingly  CAFR  39-11,  19731.  Considerable  effort  is  made  to  fulfill 
assignment  requirements  to  meet  Air  Force  needs  while  still 
attempting  to  give  individual  choices  oF  assignment.  The  present 
report  will  use  the  preceding  information  with  the  latest  LMDC 
data  available  an  medical  personnel  to  analyze  how  medical  per¬ 
sonnel  compare  in  jab  attitudes  between  CONUS  and  overseas  medi¬ 
cal  personnel,  officers  and  enlisted  medical  personnel,  and  malB 
and  female  personnel.  Of  significant  interest  in  this  report  is 
the  acknowledgement  and  understanding  of  the  differences  in  Job 


attitudes  in  the  CONUS  and  0/S  locations  due  to  changes  in  work¬ 
ing  environments.  The  next  chapter  will  explain  the  methods  used 
to  obtain  the  data  from  which  this  report  is  based. 
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Chapter  Three 


nETHODOLOGY 

This  chapter  provides  a  brief  explanation  of  the  instrument, 
data  collection,  subjects,  and  procedures  used  for  the  present 
report.  The  primary  purpose  of  this  study  IS  to  provide  Air 
Force  medical /hospital  leaders  and  functional  managers  with 
analysis  of  the  Organizational  Assessment  Package  C0AP1  survey. 
This  data  will  help  medical  area  leaders  identify  strengths  as 
well  as  potential  problem  areas  in  the  medical  career  field. 

Instrumentation 

The  OAP  is  a  109-item  survey  designed  Jointly  by  the  Air 
Force  Human  Resources  Laboratory  at  Brooks  AFB ,  Texas  and  LtlDC . 
The  survey  consists  of  IB  demographic  items  and  93  attitudinal 
items.  Supporting  documentation  of  the  factor  analysis  results 
during  OAP  development  is  provided  in  Hendrix  and  Halverson  C1979 
a,  1979bl .  Copies  of  the  OAP  and  its  Factors  and  Variables  Guide 
are  Appendices  C  and  D,  respectively,  to  this  report.  Responses 
are  on  a  scale  of  1  to  7,  with  a  value  of  "1”  generally  indicat¬ 
ing  strong  disagreement  or  dissatisfaction  with  the  question  or 
statement,  and  a  ”7”  indicating  strong  agreement  or  satisfaction. 
OAP  Surveu  Modules 

The  first  OAP  module  is  the  BACKGROUND  INFORhATION  SECTION. 


The  16  items  in  this  section  gather  demographic  information  about 
the  respondent.  The  second  DAP  module,  JOB  INUENTORY  relates  to 
the  respondent’s  Job.  Respondents  are  asked  34  items  dealing 
with  Job  complexity,  the  degree  of  Job  autonomy,  performance 
standards,  Job  goals,  etc.  The  third  module,  JOB  DESIRES,  con¬ 
tains  seven  items  about  the  desired  job  characteristics.  The 
fourth  module,  SUPERUISION,  consists  of  IS  items  which  measure 
leadership/managerial  traits  of  the  respondent’s  supervisor.  The 
fifth  module,  WORK  GROUP  EFFECTIUENESS,  consists  of  five  items 
dealing  with  the  quality  and  quantity  of  the  work  produced  by  the 
respondent’s  work  group.  The  sixth  module,  ORGANIZATION  CLIMATE, 
consists  of  13  items  about  the  respondents’  relationships  with 
their  squadron  or  staff  agency.  The  items  deal  with  things  such 
as  vertical,  horizontal,  and  lateral  communication  within  an 
organization,  rewards  and  recognition  For  contributions,  cooper¬ 
ation  and  teamwork  in  the  organization.  The  final  module,  JOB 
RELATED  SATISFACTION,  consists  of  nine  items  that  round  out  the 
picture  of  the  respondent’s  work  environment.  The  items  deal 
with  subjects  such  as  the  degree  of  teamwork  among  co-workers, 
the  respondent’s  family’s  attitude  towards  his  or  her  Job,  and 
whether  or  not  the  job  provides  an  opportunity  to  acquire  valu¬ 
able  skills. 

Short  and  Hamilton  C1S01]  conducted  a  factor  by  Factor  as¬ 
sessment  af  the  reliability  of  the  DAP  and  found  that  it  showed 
"generally  acceptable  to  excellent  reliability  for  the  primary 


factors,  ”  and  ’’that  they  were  reliable  enough  for  collection  of 


Air  Force  systemic  data”  Cp.  373.  After  two  years  of  field  use, 
the  validity  of  the  DAP  was  re-examined  by  Hightower  and  Short 
[13823 .  Their  findings  also  support  the  use  of  the  DAP  as  a  data 
gathering  instrument. 


Data  Collection 

In  the  LMDC  management  consultation  process  [Short,  1385], 
the  initial  administration  of  the  DAP  in  an  organization  is  a  key 
step.  The  survey  is  given  as  a  census  of  the  organization  to 
which  LMDC  has  been  invited.  All  military  and  civilian  members 
of  the  organization  are  scheduled  for  the  survey  administration 
in  group  sessions.  They  are  assured  of  the  confidentiality  of 
the  individual  survey  respondent’s  data,  and  purposes  of  the  data 
gathering  are  explained.  LMDC  representatives  collect  all  survey 
answer  sheets  and  return  them  to  Maxwell  AFB  for  analysis. 

After  analyzing  the  data,  the  LMDC  consultants  return  to  the 
organization  for  a  tailored  visit  [consulting  intervention]. 
Survey  results  [in  aggregate  farm]  are  provided  to  the  commander 
and  supervisors.  When  specific  problems  are  identified,  a  con¬ 
sultant  and  supervisor  develop  a  management  action  plan  designed 
to  correct  the  problem.  Workshops  and  training  sessions  may  also 
be  used  to  address  problems . 

Between  four  and  seven  months  after  the  tailored  visit,  the 
consulting  team  returns  to  the  organization  to  re-administer  the 
OAP  and  do  other  follow-up  data  gathering.  In  this  case  the  OAP 
is  used  as  an  evaluation  tool  ta  assess  the  impact  of  the 
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consulting  process.  After  analysis,  a  final  report  including  the 
results  comparing  pre-interventian  and  post-intervention  admin¬ 
istrations  are  mailed  to  the  organization. 

The  data  from  OAP  administrations  are  stored  in  a  cumulative 
data  base.  In  addition  to  the  16  demographic  survey  items,  other 
demographics  collected  on  the  answer  sheet  and  stored  an  each 
record  include  work  group  code,  personnel  category  and  pay  grade, 
age,  sex,  Primary  Air  Force  Specialty  Code  CPAFSC1,  and  Duty  Air 
Force  Specialty  Code  CDAFSC1.  Only  the  pre-intervention  adminis¬ 
tration  data  are  used  in  the  present  report.  Data  for  the  pre¬ 
sent  analysis  were  collected  between  Dctober  1SB1  and  September 
1S0S  . 


Sub  lects 

Ta  examine  the  perceptions  of  medical  personnel,  responses 
to  the  pre-intervention  OAP  were  from  officers  and  enlisted 
medical  personnel  performing  duties  in  Duty  Air  Farce  Specialty 
Codes  far  medical  officers  SOxx  thru  SSxx  and  Bnlisted  medical 
personnel  SQxxx  to  SBxxx  .  Medical  duties,  responsibilities,  and 
qualifications  are  listed  in  AFR  36-1,  Officer  Classification  and 
AFR  35-1,  Enlisted  Classification.  For  the  major  Focus  of  this 
study,  the  LMDC  data  base  grouping  is  comprised  of  personnel  in 
the  same  personnel  categories  but  in  different  locations 
CCONUS.'OSl.  Sample  sizes  for  the  two  groups  are  presented  m 
Table  1  . 
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TABLE  1 

Sample  Sizes  of  Comparison  Groups 


CONUS  GUERSEAS 

OFFICER  1470  440 

ENLISTED  ESSO  10SE 


Procedures 

Comparison  between  the  subjects  groups  are  performed  in  two 
separate  examinations  in  Chapter  Four:  "Analysis  of  Demographic 
Information"  and  "Comparison  of  Job  Attitudes.”  Comparison  of 
job  attitudes  of  medical  personnel  compares  attitudes  of  the 
groups  by  personnel  category:  CONUS  versus  overseas,  officer 
versus  enlisted,  and  male  versus  female.  Statistical  analyses 
were  performed  using  the  appropriate  procedures  contained  in  the 
SPSSX  User's  Guide  C1SB31. 

Analusis  of  Demographic  Information 

Far  this  analysis,  the  LHDC  data  base  was  divided  into  two 
groups.  Group  one  consists  of  responses  of  medical  personnel 
stationed  at  CONUS  bases.  The  second  group  consists  of  personnel 
stationed  overseas.  The  analysis  of  demographic  information  is 
provided  only  to  characterize  the  sample  groups,  not  as  an  alter¬ 
native  explanation  For  any  differences  which  may  be  found  between 
the  groups.  The  SPSS  subprogram  "CRCSSTABS”  was  used  to  tabulate 
the  demographic  data  for  the  two  categories.  The  number,  ”n, " 
shown  throughout  the  study  is  the  total  number  of  valid  responses 
For  euch  grGup  in  the  pre-intervention  data  base  for  the  demo¬ 
graphic  variable  being  examined. 
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Comparison  of  Job  Attitudes 

For  these  analyses,  comparisons  were  performed  between  three 
groupings  of  medical  personnel:  CONUS  versus  overseas,  officers 
versus  enlisted,  and  male  versus  female.  Two-tailed  ftests  were 
performed  to  discern  any  attitudinal  differences  on  the  13  OOP 
factors  within  each  personnel  category.  The  level  of  signif¬ 
icance  for  all  t-tests  was  alpha  -  .05.  An  F-test  was  used  to 
test  the  assumption  of  equal  variances.  Where  indicated 
appropriate,  t-tests  for  unequal  variances  groups  were  used. 
These  procedures  were  used  to  determine  variables  in  which  com¬ 
parison  groups  vary  significantly.  Comparisons  were  made  in 
three  areas  of  organizational  functioning. 

1  .  Work  I tself .  This  area  deals  with  the  task  properties 
C technologies]  and  environmental  conditions  of  the  Job.  It 
measures  perceptions  of  task  characteristics. 

2.  Work  Group  Process.  Assesses  the  effectiveness  of 
supervisors  and  the  process  of  accomplishing  the  work. 

3.  Work  Group  Output .  Pleasures  task  performance,  group 
development,  and  effects  of  the  work  situation  on  group  members. 
Assesses  perceptions  of  quality  and  quantity  of  task  performance. 
Assesses  pride  and  satisfaction  individuals  have  in  their  Jobs. 

See  Appendix  D  for  the  factors  and  variables  that  comprise 
these  areas  in  the  OAP  survey.  The  next  chapter  presents  the  re¬ 
sults  of  the  demographic  and  attitudinal  comparisons. 


Chapter  Four 


RESULTS 

The  purpose  of  this  chapter  is  to  present  the  results  of  the 
various  medical  personnel  group  comparisons.  First  is  the 
analysis  of  demographic  information  about  medical  personnel  who 
responded  to  the  OAP  survey,  and  is  based  on  the  detailed 
descriptive  data  provided  in  Tables  A-l  through  A-2 0,  Appendix  A. 
A  brief  summary  of  the  notable  demographic  differences  between 
overseas  medical  personnel  and  CONUS  personnel  is  presented. 
Next,  results  are  presented  on  the  attitudinal  comparisons  by 
assignment  locations  CCONUS  and  overseas! ,  personnel  category 
[officer  and  enlisted],  and  sex  in  the  three  areas  of 
organizational  functioning:  Llork  Itself,  Work  Group  Process,  and 
Work  Group  Output.  The  results  of  these  comparisons  are  shown  in 
Table  B-l  through  B-3,  Appendix  B. 

Analusis  of  Demoaraahic  Information 
CONUS  Nedical  Officers 

The  majority  of  the  officers  in  the  medical  career  field 
located  in  CONUS  were  under  36  years  of  age  and  have  4  or  more 
years  in  the  Air  Force.  Approximately  BE\  were  less  than  41 
years  old  and  the  highest  proportion  of  these  were  between  31  to 
35  years  of  age.  Seventeen  percent  have  been  in  their  present 
career  field  18  to  36  months,  while  over  65^  have  been  in  their 
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present  Field  over  3  years.  Most  CONUS  medical  officers  have 
less  than  3  years  at  the±r  present  duty  stations  and  at  their 
current  positions.  flare  than  85%  are  white,  5%  are  black,  and  3^4 
are  hispanic.  The  typical  officer  is  married,  and  about  54*4  of 
their  spouses  work  outside  the  home.  The  highest  educational 
level  reached  is  a  bachelor's  degree.  More  than  37^4  hold  a 
bachelor’s  degree,  E0%  have  a  master’s  degree,  and  35^4  have  a 
doctoral  degree.  (lore  than  60%  have  no  professional  military 
education  while  approximately  18%  have  completed  Squadron 
Officers  School,  12^4  have  completed  intermediate  service  school 
Ci.e.  Air  Command  and  Staff  College!  while  less  than  7%  have 
attended  a  Senior  Service  School  Ci.e.  Air  L)or  College!  as  their 
highest  level  of  PtlE .  Hast  CONUS  medical  officers  are  not  direct 
supervisors  and  da  not  write  Airmen  Proficiency  Reports  tAPR!  or 
Officer  Effectiveness  Reports  COER!.  OvBr  60^4  indicated  they 
would  likely,  or  definitely,  make  the  Air  Force  a  career. 

Overseas  Medical  Officer 

The  typical  overseas  medical  officer  respondent  is  2B  to  40 
years  old,  have  more  than  4  years  in  thB  Air  Force,  and  over  3 
years  in  the  career  field.  Oost  have  been  in  their  present  duty 
stations  less  than  3  years,  but  aver  66%  have  been  at  their  pre¬ 
sent  position  less  than  IB  months.  Eighty-eight  percent  of  the 
overseas  medical  officer  respondents  are  white,  and  H%  are  black. 
Seventy-four  percent  are  married  and  more  than  53^4  of  their 
spouses  work  outside  the  home.  Thirty-one  percent  have  earned 
bachelor's  degrees,  20%  master’s  degrees,  and  45*4  have  earned  a 
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doctoral  degree.  In  the  area  of  professional  military  education, 
475;  have  no  PME  and  they  have  a  slightly  higher  percentage  in 
attendance  for  senior  service  schools  than  their  counterparts  in 
CONUS.  Also,  most  overseas  medical  officers  are  not  direct 
supervisors  nor  do  they  write  APR/OER  appraisals.  flost  are 
career  intent,  non-rated  officers  who  work  the  day  shift. 

CONUS  Medical  Enlisted 

The  typical  CONUS  enlisted  respondent  is  PI  to  30  years  old, 
has  more  than  4  years  in  the  Air  Farce,  and  over  3  years  in  the 
career  field.  hast  have  been  in  their  present  duty  stations  less 
than  3  years,  but  555;  have  been  at  their  present  positions  less 
than  IE  months.  The  racial  composition  of  the  sample  showed  675; 
of  the  CONUS  medical  enlisted  respondents  are  white.  and  1 7\ 
black.  Fifty-eight  percent  are  married  and  more  than  4£5;  of 
their  spouses  work  outside  the  home.  Twenty-six  percent  are 
married  to  other  military  members.  Thirty-four  percent  of  the 
CONUS  medical  enlisted  have  a  high  school  diploma  or  the 
equivalent,  585;  have  some  college,  and  only  about  65;  have 
advanced  degrees.  Sixty  percent  do  not  supervise  anyone  and  675; 
do  not  write  any  APR  appraisals.  Forty-four  percent  indicated 
their  supervisors  hold  group  meetings  to  solve  problems.  Ninety 
five  percent  were  non-rated  with  545;  indicating  they  would  Bither 
definitely  or  likely  make  the  Air  Force  a  career,  while  over  £05; 
indicated  likely  or  definite  separation  intentions. 

Overseas  Medical  Enlisted 


In  regard  to  enlisted  personnel  overseas,  they  were  similar 


to  their  counterparts  assigned  CONUS  as  they  were  also  between  21 
to  30  years  old,  more  than  4  years  in  the  Air  Force  and  over  3 
years  in  the  present  field.  Again,  most  were  white,  married  with 
some  college  and  an  intent  to  make  the  Air  Force  a  career. 

Summaru  of  Demographic  Differences 

There  are  notable  differences  demographical ly  between  CONUS 
and  overseas  medical  personnel .  There  is  a  greater  percentage  of 
medical  officers  assigned  CONUS  and  a  greater  percentage  of  medi¬ 
cal  enlisted  assigned  overseas  [Table  A-13.  There  are  more 
overseas  medical  personnel  with  doctoral  degrees  and  more 
personnel  with  bachelor's  degrees  in  CONUS  [Table  A-11D. 

Comparison  of  Job  Attitudes 

Significant  attitudinal  differences  were  found  between  the 
three  grouping  of  medical  personnel:  CONUS  and  overseas,  males 
and  females,  and  officers  and  enlisted  across  all  three  OAP  major 
areas:  Work  Itself,  Work  Group  Process,  and  Work  Group  Output. 
Detailed  results  of  these  comparisons  are  presented  in  Tobies  B-l 
through  B-3 ,  Appendix  B. 

Hedical  CONUS  versus  Hedical  Overseas 

There  were  significant  differences  on  6  of  the  13  OAP  fac¬ 
tors  considered  in  this  analysis  [see  Table  B-1D.  CONUS  person¬ 
nel  expressed  more  positive  views  on  three  of  the  factors  and 
less  positive  views  on  three  factors  when  compared  to  the  over¬ 
seas  medical  personnel.  The  greatest  difference  is  in  Work  Sup¬ 
port  where  CONUS  indicated  a  much  more  positive  attitude.  In  the 


area  of  Work  Itself,  the  overseas  medical  personnel  indicated 


they  had  a  mare  positive  attitude  toward  Task  Characteristics  and 


Task  Autonomy.  In  the  Work  Group  Process  area  there  is  a  signif¬ 
icant  difference  between  CONUS  and  overseas  medical  personnel. 
Not  only  is  CONUS  more  positive  in  the  area  of  Management  and 
Supervision,  but  the  greatest  difference  is  in  Work  Support.  In 
the  final  area,  Work  Group  Output,  the  Overseas  group  felt  more 
aware  of  Advancement/Recognition,  while  CONUS  was  more  positive 
in  Perceived  Productivity. 

Table  2 

Summary  of  Significant  Differences  Between 


CONUS  and  Overseas 

Medical 

Personnel 

CONUS 

0/S 

Difference 

Mean 

Mean 

Mggn 

work  Itself 

Task  Characteristics 

5.3B 

5.43 

-.07 

Task  Autonomy 

4 . 14 

4.24 

-.10 

UQC.K  Grqup  Prgggs.s, 

Work  Support 

4.51 

4 . 17 

.34 

Management  Supervision 

5  .OS 

4.33 

.  15 

Work  Group  Outaut 

Advancement /Recagni t ion 

4 .23 

4.43 

-  .  14 

Perceived  Productivity 

5.71 

5.57 

.  14 

Medical  Officers  versus  Medical 

Enlisted 

Medical  officers  were  significantly 

dif f  erent 

from  medical 

enlisted  personnel  an  12  of  the 

13  DAP  factors  considered  in  this 

analysis,  and  were  mare  positive  on  all  the  significant  differ¬ 
ences.  The  highest  differences  were  in  Task  Characteristics  and 
Tcsk  Autonomy,  while  there  was  not  a  difference  in  Work  Support. 
In  the  area  of  Work  Itself,  medical  officers  expressed 
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higher  Task  Autonomy  and  Task  Characteristics.  The  medical  offi¬ 
cer  was  more  positive  toward  Job  Related  Training  and  Job 
Performance  Goals. 

In  the  Work  Group  Process  area,  mBdical  officers  felt  more 
positive  than  enlisted  on  Management  and  Supervision.  They  also 
felt  communication  was  more  opBn  on  a  supervisory  and  organiza¬ 
tional  level . 

In  considering  the  Dork  Group  Output  area,  medical  officer 
respondents  were  significantly  more  positive  than  enlisted  on 
every  factor.  The  predominant  differences  were  on  Pride  and 
General  Organizational  Climate. 


Table  3 

Summary  of  Significant  Differences  Between 
Officer  and  Enlisted  Medical  Personnel 


Table  4 

Summary  of  Significant  Differences  Between 
flale  and  Female  (ledical  Personnel 


Differences 

Mean 


Supervision,  Supervisory  Communications  Climate,  and  Organizati¬ 
onal  Communication  Climate. 

The  final  area,  Work  Group  Output,  medical  male  respondents 
felt  more  pride  in  their  work  and  more  awareness  of  Advancement/ 
Recognition  opportunities.  The  medical  male  also  expressed  more 
positive  feelings  toward  the  General  Organizational  Climate, 
which  measures  the  constraints  or  limits  imposed  upon  job 
activities  by  the  administrative  organization. 

A  discussion  of  these  results  are  presented  in  Chapter  Five. 
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Chapter  Five 


DISCUSSION 

This  chapter  is  a  discussion  of  thB  results  of  the  compar¬ 
isons  of  job  attitudes  of  medical  personnel  in  each  of  these 
major  areas:  Work  Itself,  Work  Group  Process,  and  Dork  Group 

Output.  It  provides  passible  explanations  for  results  based  on 
analysis  of  the  data,  literature  review,  and  the  experiences  of 
the  author  as  a  member  af  the  medical  career  field.  The  attitud- 
mal  comparisons  revealed  a  number  af  surprising  and  not-so-sur- 
pnsing  results. 

medical  CQNUS  Uersus  medical  Overseas 
In  the  comparison  of  attitudes  between  CONUS  and  overseas 
medical  personnel,  only  6  of  the  13  DAP  Factors  show  statist¬ 
ically  significant  differences.  In  the  Work  Itself  area,  the 
overseas  group  was  significantly  more  positive  in  Task  Autonomy 
and  Task  Characteristics.  As  these  two  Factors  are  among  the 
characteristics  that  make  work  meaningful  to  people,  we  can 
expect  that  overseas  medical  personnel  are  performing  Jobs  which 
are  intrinsically  motivating.  It  appears  the  tasks  provide 

substantial  freedom  and  independence,  and  the  characteristics  of 
the  tasks  have  more  of  an  impact  an  the  lives  or  work  of  the 


personnel  overseas . 


The  literature  supports  the  factor  of 


assignment  location  as  possibly  having  an  impact  on  Job  per¬ 
formance,  thus  we  could  speculate  that  working  amid  the  Fascinat¬ 


ion  of  a  foreign  country  may  have  a  positive  impact  on  these 
workers'  attitudes. 

Work  Support  and  Management  and  Supervision  Factors  from  the 
Work  Group  Process  arec  demonstrate  that  the  CONUS  group  are 
significantly  more  positive  in  general  in  this  area  than  the 
overseas  group.  In  CONUS  a  different  emphasis  may  be  placed  on 
policies,  regulations,  and  work  support.  Finally,  being  assigned 
CONUS,  perceived  needs  may  be  different  which  could  possibly 
lead  to  a  different  focus  in  the  workplace. 

In  the  Work  Group  Output  area,  the  overseas  group  is  sign¬ 
ificantly  more  positive  than  CONUS  respondents  in  Advancement/ 
Recognition.  They  feel  recognized  For  their  performance  and 
indicate  they  have  an  excellent  opportunity  to  progress.  The 
literature  indicates  that  high  standards  among  employees  are 
fallowed  by  perceptions  of  increased  productivity  and  quality  of 
work  produced  . 

Medical  Officers  versus  Medical  Enlisted 

The  results  clearly  indicate  that  overall  job  attitudes  of 
medical  officers  are  mare  positive  than  attitudes  oF  medical 
enlisted  personnel.  Work  Itself,  Task  Characteristics  and  Task 
Autonomy  are  significantly  more  positive  Far  medical  officers 
than  for  the  enlisted  personnel.  This  indicates  officers  seem  to 
have  a  greater  sense  of  accomplishment  from  their  tasks,  which. 


may  be  related  to  a  sense  of  satisfaction  with  self  and  satis¬ 
faction  with  Job.  The  literature  indicates  that  intrinsic  as¬ 
pects  of  the  Job  are  mare  important  ta  employees  with  greater 
education  and  to  employees  at  higher  occupational  levels.  As  the 
officers  responded  very  positive  to  Autonomy  in  the  work  area, 
this  demonstrated  a  sense  of  considerable  freedom  to  act  within 
their  own  area  of  expertise  and  to  make  important  independent 
Judgements  and  decisions.  As  officers  progress  in  their  career 
they  are  placed  in  areas  of  greater  responsibility  and  given  more 
autonomy  in  performing  their  Jobs. 

In  the  Work  Group  Process  area,  Management  and  Supervision 
was  more  positive  ta  a  significant  degree  for  officers  than 
enlisted.  There  is  evidence  ta  support  current  concerns  about 
the  supervisor’s  role  in  the  Air  Force,  that  managers  do  not 
effectively  supervise  the  enlisted  personnel  as  compared  to 
officers.  Officers  were  more  positive  than  enlisted  on  Super¬ 
visory  Communication  Climate  and  Organizational  Communications 
Climate.  This  indicates  this  was  an  ongoing  exchange  of  commun¬ 
ication  which  significantly  contributed  to  the  working  environ¬ 
ment  far  the  officer. 

In  the  Work  Group  Output  area,  officers  across  the  board 
were  significantly  mare  positive  than  enlisted  personnel  in  the 
factors  of  Pride,  Jab  Related  Satisfaction,  and  General  Organ¬ 
izational  Climate.  These  factors  are  interrelated  in  that  one 
seaports  the  other.  All  of  the  factors  manifests  itself  in  the 
attitudes  of  the  employee,  and  if  one  factor  is  high  the  other 
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Factors  are  generally  high  and  are  critical  determinants  of  the 
employees  attitudes.  The  respondents  positive  attitude  regarding 
these  Factors  indicate  a  positive  relationship  between  the 
employer  and  employee,  and  also  between  co-workers.  OFFicers 
indicate  they  enjoy  their  work  and  take  considerable  pride  in 
their  accomplishments.  This  is  probably  inherent  in  the  position 
itselF  but  maybe  directly  related  to  how  well  supervisors 
motivate  people.  Also,  as  there  was  recognized  teamwork  in  the 
environment  and  as  the  oFFicers  Felt  they  were  recognized  For 
their  perFormance  they  may  have  Felt  more  motivated  to  contribute 
their  best  eFFort  to  the  organization.  The  literature  indicates 
where  high  co-worker  standards  exist  there  is  also  high  levels  oF 
pride,  cooperation,  and  teamwork  in  the  organization. 


The  perceptions  of  males  are  signiFicantly  diFFerBnt  than 
Females  on  11  aF  the  13  Factors.  In  the  Work  ItselF  area,  males 
have  a  signiFicantly  mare  positive  attitude  toward  their  Job  per¬ 
Formance  than  Females.  Jab  PerFormance  Goals  and  Task  Character¬ 
istics  are  perceived  by  the  male  to  be  more  realistic,  speciFic, 
and  challenging.  The  author  believes  this  could  have  led  to  the 
positive  impact  on  the  Job  Related  SatisFaction  results  oF  the 
OPP  survey.  Task  Autonomy  is  als"  signiFicantly  more  positive 
For  the  medical  male  than  the  medical  Female.  It  may  be  that 
women  may  not  Feel  they  are  a  member  aF  the  decision  making 
process,  nor  Feel  they  are  perForming  jobs  which  are  intrin¬ 
sically  motivating. 


Although,  one  of  the  most  obvious  areas  oF  relevance  For  medical 
personnel  is  training  and  development,  the  DAP  results  depicted 
that  medical  Females  uiere  s  1  gn  1 F  i  cant  1  y  less  positive  regarding 
their  opportunity  to  receive  Job  Related  Training. 

In  the  OJork  Group  Process  area,  males  are  more  positive  than 
Females  in  Management  and  Supervision,  Supervisory  Communications 
Climate,  and  Organizational  Communications  Climate.  One  oF  the 
responsibilities  oF  a  supervisor  is  to  create  and  sustcm 
channels  oF  communication  so  that  messages  will  Flow  in  every 
direction.  The  medical  male  personnel  indicated  conditions  ore 
conducive  to  a  Free  interchange  oF  ideas.  They  Felt  messages 
communicated  are  used  to  convince  individuals  that  their  actions 
could  be  personally  or  organizationally  beneFicial  or  both. 

In  the  Work  Group  Output  area,  again  the  males  are  more 
positive  than  the  Females.  However,  the  greatest  diFFerence  is 
in  the  area  oF  Advancement/Recognition .  The  eFFect  oF  the  bar¬ 
riers  and  stereotypes  have  been  that  most  women  have  had  to 
strive  harder  to  achieve  progress  than  have  men.  Women  Feel  that 
promotions  are  Just  as  important  as  men,  but  due  to  past  exper¬ 
iences  women  may  expect  Fewer  opportunities  For  advancements. 
Also,  women  have  oFten  held  a  higher  proportion  oF  repetitive, 
monotonous  Jobs  which  may  decrease  the  opportunity  For  visibility 
and  advancement /recogni t ion .  Historically,  women  have 

encountered  problems  as  a  minority  sex  in  the  workForce.  Factors 
such  us  traditional  organizational  perceptions  oF  the  roles  and 
norms  For  individuals,  and  the  nature  oF  the  group  in  power  may 
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be  contributing  Factors  to  and  support  the  Findings  in  this  area. 

Overall,  Job  attitudes  oF  CONUS  medical  personnel  are  more 
positive  than  the  attitudes  aF  overseas  medical  personnel.  The 
medical  oFFicer  exhibited  morB  positive  attitudes  than  the 
medical  enlisted  personnel.  Also,  the  job  attitudes  oF  the 
medical  male  are  more  positive  than  the  attitudes  oF  the  medical 
Female  personnel  in  each  oF  the  major  areas.  The  conclusions  and 
recommendations  oF  this  report  are  presented  in  Chapter  Six. 


Chapter  Six 


CONCLUS I DNS/ RECOnnENDAT I DNS 

The  purpose  of  this  study  is  to  examine  attitudes  oF  medi¬ 
cal  personnel  so  that  results  may  be  used  as  information  in  the 
managerial  and  or  supervisory  process.  The  results  give  an  indi¬ 
cation  of  the  factors  the  medical  personnel  feel  are  important  to 
them.  Such  information  not  only  contribute  to  the  theory 
associated  with  people  who  work  within  a  service  profession,  but 
also,  as  to  how  organizational  structures  might  be  modified  to 
have  mare  highly  satisfied  medical  personnel. 

Certain  limitations  must  be  dealt  with  if  meaningful  conclu¬ 
sions  are  ta  be  drawn  From  the  study.  One  reason  for  the  sign¬ 
ificant  differences  in  job  attitudes  is  the  failure  to  take  into 
account  personal  and  situational  variables.  In  the  study  no 
attempt  was  made  ta  control  far  the  influences  upon  an  airman’s 
attitude  military  rank,  age,  length  of  service,  or  career 
intention.  Perhaps  the  most  important  limitation  stems  from  the 
use  of  survey  data.  Only  the  information  asked  for  by  the  survey 
instrument  will  be  provided.  Additionally,  the  sample  For  this 
study  was  not  truly  random,  but  rather  a  sample  of  convenience. 

Conclusions 

The  study  findings  demonstrated  that  there  are  differnces  in 


Job  attitudes  of  personnel  in  the  medical  career  Field  between 
CONUS  and  overseas,  officer  and  enlisted,  and  males  and  Females. 
The  Air  Force,  as  well  as  the  private  and  public  sector  has  been 
actively  looking  at  the  Job  attitudes  of  their  personnel  .  More¬ 
over,  this  trend  is  apparently  gaining  momentum  and  is  likely  to 
continue  as  it  seems  that  affective  reactions  cause  certain  kinds 
of  behavior,  such  as  job  turnover.  Consequently,  it  seems  reason¬ 
able  to  conclude  that  with  the  goal  of  retaining  and  maintaining 
sufficient  manpower  to  accomplish  the  medical  mission,  the  im¬ 
portance  of  studying  the  attitudes,  feelings,  and  perceptions 
employees  have  about  their  Jabs  is  vitally  important.  In  the 
fallowing  section,  the  author  will  offer  some  recommendations 
based  an  this  study's  conclusions. 


1.  Air  Force  commanders,  medical  area  leaders,  and  funct¬ 
ional  managers  must  provide  qualified  and  motivated  people  to 
provide  quality  training  to  all  medical  personnel.  As  readiness 
depends  on  quality,  supervisors  must  ensure  all  personnel  are 


adequately  trained  to  accomplish  his  or  her  mission. 


2.  Air  Force  commanders,  medical  leaders  and  functional 
area  managers  must  assess  employees  capabilities.  Provide  tasks 
that  are  challenging,  yet  within  an  individual’s  abilities, 
potentials  and  needs  as  a  way  of  distinguishing  between  those  who 
are  near  the  limit  of  their  abilities,  and  those  who  have  a  great 
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deal  mare  to  contribute. 

3.  Air  Force  commanders,  medical  leaders  provide  perform¬ 
ance  feedback  on  a  regular  and  frequent  basis  to  determine  if 
personnel  are  being  taught  what  they  need  to  know  to  do  their 
jab.  Knowing  the  results  of  one’s  behavior  is  essential  to 
effecient  learning  and  performance.  Also,  explore  ways  to  assign 
greater  responsibility  to  each  individual  with  an  emphasis  on 
management  and  supervision.  The  medical  enlisted  responded 
with  a  less  positive  attitude  in  this  area. 

4.  Air  Force  commanders,  medical  area  leaders  and  function¬ 
al  managers  should  promote  ’good’  communications.  There  is  a 
direct  relationship  between  the  effectiveness  of  communications 
and  the  efficiency  of  an  organization. 

5.  Due  to  the  apparent  payoff  to  the  Air  Force,  attitudinal 
studies  should  be  performed  to  analyze  further  Job  attitudes,  Job 
desires  of  personnel,  and  satisfaction  with  assignment.  It  is 
believed  that  more  fulfilling  assignments  and  Jobs  will  be  an 
incentive  for  recruitment  and  retention  which  would  ultimately 
impact  the  accomplishment  of  thB  mBdical  mission. 


REFERENCES 


flir  Farce  Association.  C19B5,  May],  Air  Force  Magazine, 
pp.  192-193 . 

Bennis,  Ul .  C1969,  Winter]  .  Unsolved  problems  Facing 
organization  development.  The  Business  Quarterlu. 

p  .  81  . 

Bern,  D.  [19651.  A  behavior  theoru  of  labor  neaotJ.Qti.Qns_,. 

New  York:  McGraw-Hill. 

Blau,  P.  M.  C 1964 ,  April!.  The  comparative  study  of 
organizations.  Industrial  and  Labor  Relations 
Review.  1S.C31,  329-330. 

Bullock,  R.  P.  C 19721.  Social  Factors  .related  to  lob 

satisfaction .  Columbus,  OH:  The  Ohio  State  University 
Press . 

Friss,  L.  C19811.  An  expanded  conceptualization  of  Job 
satisfaction  and  career  styles.  Nursing  Leadership, 

4 C  4  1  ,  13-22. 

Gerard,  H.  C1957,  March!.  Some  effects  of  status,  role 
clarity  and  group  role  clarity  upon  the  individual's 
relations  to  group  process.  Journal  of  Personal ltu . 

25,  475-408. 

Hackman,  J.  R.,  Lawler,  E.  E.,  &  Porter,  L.  W.  [19831. 
Perspectives  on  behavior  i_n  organizations.  New  York: 
McGraw-Hi 1 1 . 

Hampton,  □.,  Summer,  C,,  S  Webber,  R.  C19821.  Organizational 
behavior  and  the  practice  of  management  .  Glenview, 

IL:  Scatt,  Foresman. 

Harris,  □.  J.  C19G71.  Managing  people  at  work.  New  York: 
Wiley. 

Hendrix,  W.  H.,  8  Halverson,  U,  B.  C1979al.  Organizational 
surveu  assessment  packaae  for  Air  Force  organizations 


Hendrix,  W.  H.,  &  Halverson,  U.  B.  [1979b3.  Situational 
factor  identification  in  Air  Force  organizations 
[ AFHRL-TR-79-10 3  .  Brooks  AFB,  TX :  Air  Force  Human 
Resources  Laboratory. 

Hightower,  J,  M.,  8  Short,  L.  □.  C19823.  Factor  stabilitu 
of  the  Organizational  Assessment  Package 
CLMDC-TR-B2-13  .  Maxwell  AFB ,  AL:  Leadership  and 
Management  Development  Center  . 

Hill,  N.  C19B43.  Houj  to  increase  emalouee  competence. 

New  York:  McGraw-Hill. 

Kahn,  R.  S.  [196B3.  Productivity  and  Job  satisfaction. 
Personnel  Psucholoau.  13 .  275-2B7 . 

Koehler,  J.  U) .  ,  Anatal,  K.  U .  ,  8  Applebaum,  R.  L.  C197B3. 
Organizational  communication/behavioral  perspectives. 

New  York:  Halt,  Rinehart  a-nd  Winston. 

Katter,  P.  K.  C1973,  Spring].  The  psychological  contract: 
managing  the  Joining  up  process.  California 
Management  Review.  15.C33,  91-99. 

Porter,  L.  W.  C 19653.  A  study  of  perceived  need 

satisfactions  in  bottom  and  middle  management  jobs. 
Journal  of  Applied  Psucholoau.  45,  1-10. 

Porter,  L.  W.,  8  Mitchell,  U.  F.  C19673,  Comparative  study 
of  need  satisfactions  in  military  and  business 
heirarchies.  Journal  of  Applied  Psucholoau.  51 . 

139-144  . 

Short,  1  .  □.  [  19853.  The  United  States  Air  Force 
Organizational  Assessment  Package  [ LMDC-TR-S5-2 3  . 

Maxwell  AFB,  AL :  Leadership  and  Management 
Development  Center. 

Short,  L.  D.,  8  Hamilton,  K.  L.  C19B13.  An  examination  of 
the  reliabilitu  of  the  Organizational  Assessment 
Pad  aae  t LMDC-TR-B1 -2 3  .  Maxwell  AFB,  AL :  Leadership 


and  Management  Development  Center. 


CONTINUED 


5PS5.X  .user s  quids.  C1983],  New  York:  McGraw-Hill. 
Tuttle,  T.  C.,  Brockhaus,  W.  L.,  8  Hazel,  J.  T.  [1974] 


i  ii-m  i«i  ■hu-iim« 


lAFHRL  TR  40,  AD-781  041].  Lackland  AFB,  TX: 
Occupational  Research  Division,  Air  Force  Human 
Resources  Laboratory  . 

U.S.  Department  of  the  Air  Force.  AFR  35-1 •  Officer 

plflssif igation^  C1904].  Washington,  DC:  HQ  USAF/Deputu 
Chief  of  Staff ,  Manpower  and  Personnel  . 

U.S.  Department  of  the  Air  Force.  AFR  39-1:  Airmen 

P.lfl55if,i.c;qtlori .  C1902],  Washington,  DC:  HQ  USAF  Deputy 
uhief  of  Staff ,  Manpower  and  Personnel  . 

U.S  Department  of  the  Air  Farce.  AFR  39-11:  Airman 

A.SSTflnment5  •  C1073D.  Washington,  DC:  HQ  USAF/Deputy 

Chief  of  Staff ,  Manpower  and  Personnel . 

Uraoman,  R.  M.  C1976,  October]  An  analusis  nf  Fnnt-nr-c 


PERI 


of  Air  Fnrr 


Table  A-l 


Sex  by  Personnel  Category 


n~ 

Hale 

3,008 

- CONUS - 

C  5s  3  Female 
385 

- Overseas - 

CM  Hale  CM  Female  CM 
1,099  431 

□FF 1 cer 

30.5 

39.5 

87.7 

31 . 1 

Enl isted 

69. 5 

60.5 

78,3 

66.9 

Table  A-8 

Age  by  Personnel  Category 

- CONUS - 

— 

-Overseas - 

OFF  CM  Enl  CM 

OFF 

CM  Enl  CM 

EL” 

1,470  8,950 

440 

1,098 

17 

to 

80 

Yrs 

0.0  13.3 

0.0 

10.6 

81 

to 

85 

Yrs 

8.8  38.9 

3.8 

40.3 

86 

to 

30 

Yrs 

87.9  80.8 

83.0 

88.0 

31 

to 

35 

Yrs 

88.7  13.8 

30.5 

15.4 

36 

to 

40 

Yrs 

16.9  9.4 

83.0 

9.1 

41 

to 

45 

Yrs 

10.5  3.1 

10.5 

8.4 

46 

to 

50 

Yrs 

5.1  0.6 

4.8 

0.0 

>  ! 

50  Years 

8.0  0.7 

5.8 

0.3 

38 


Table  A-5 


Months  in  Present  Duty  Station 


- CONUS - 

OFF  0.3  Enl  0.3 
4BG  E , 335 


- Overseas - 

□  FF  0:3  Enl  0.3 
433  1,030 


Table  A-6 


Months  at  Present  Position 


- CONUS -  - Overseas-- 

OFF  0.3  Enl  CM  OFF  [  ■;  1  Enl  CM 


n* 

1 ,465 

E  ,  4E6 

440 

1,081 

<  6  Mos 

16.6 

58.3 

50 . 5 

31  .3 

6  to  15  Mos 

EO.B 

56 . 1 

1  ’  .  3 

53.6 

15  to  18  Mos 

18 . 3 

14.5 

8 . 6 

16  .  B 

18  to  36  Mos 

31 . 1 

13.7 

31  .  B 

51  .  1 

>  36  Mas 

13.3 

10.3 

1  1 .8 

7 . 5 

© 


v  V  V  -• 


Ethnic  Group 


OFF  C 

n-  1 , 4G4 

CONUS - 

M  Enl  CM 
3,350 

J  OFF 
43B 

Overseas - 

CM  Enl  CM 

1  ,  OBB 

Uhi  te 

BB  .3 

B7 . 1 

BB  .4 

B7 .2 

Black 

5 ,2 

17.2 

3.7 

20 . 1 

Hispanic 

3.0 

B .  5 

2.7 

5 .  B 

Other 

5.5 

7.3 

5.2 

B.B 

Table 

A-0 

Clarital 

Status 

- CONUS - 

OFF  C 5s D  Enl  CM 


- Overseas - 

OFF  0.1  Enl  0.1 


■Geographically  Sep 
Off  CM  Enl  CM 
51  143 


-  Nat  Geo  Separated- 
Off  CM  Enl  CM 
1,005  1,577 


Civilian  Employed  56.5  58 . 0 
Not  Employed  S.8  18.5 
Military  Member  33.3  23.1 


36.3 
47.5 
15 .0 


41 . 3 
32.0 
25.5 


Table  A-10 

Spouse  Status:  Overseas 


Geographically  Sep, 
Off  CM  Enl  CM 


-Not  Geo.  Separated 
Off  CM  Enl  CM 


Civilian  Employed  61.5  42.4 
Not  Employed  15.0  33.3 
Military  Member  15.0  24.2 


20.5 

62.3 

17.2 


34 . 7 

37.4 

27.5 


Table  A-ll 


Educational  Level 


n- 

Off 

1 , 4B0 

-CONUS - 

CM  Enl  C 
8  .  S3B 

Til  Off 
436 

■Overseas - 

CM  Enl  CM 
1 , 08B 

HS  Grad  or  GED 

0.0 

34 .3 

0.0 

38.3 

<  8  yrs  College 

0.7 

37 . 5 

0.0 

40.0 

>  8  yrs  College 

7.0 

81  .0 

3.8 

83.0 

Euchelors  Degree 

37.5 

5.9 

31  .0 

3.7 

Masters  Degree 

19.7 

0.9 

80.4 

0 . 8 

Doctoral  Degree 

35 . 1 

0.0 

45.4 

0.1 

Table  A-1E 

Professional  Military  Education 


- CONUS--  - Overseas - 

Off  CM  Eni  CM  Dff  CM  Enl  CM 
tv-  1,470  8,945  437  1 ,  OBB 


None 

60.3 

33  .  B 

47 . 4 

33 . 1 

Fhase  1  ar  8 

1  .0 

31  .0 

0.8 

SB  .8 

Phase  3 

0.9 

16 . 9 

0.5 

81 .6 

Phase  4 

0 . 3 

10.6 

0.8 

9.9 

Sr  NCO  Academy 

0 . 3 

3.6 

0.8 

4.0 

Sc\  Officers  Sch 

19.0 

0 . 1 

86.3 

0 . 1 

Inf  Service  Sch 

18 . 1 

4.0 

16.5 

8 . 3 

Sr  Se: vice  Sch 

6 . 1 

0 . 1 

8 .5 

0.8 

Table  A-13 

Number  People  Directly  Supervised 


— 

--CONUS - 

- Overseas- 

OFF 

C  5s  D  Enl  C  5S  D 

OFF  [Til 

Enl 

n- 

1 , 337 

0,504 

411  1  , 

009 

None 

30 .6 

GO  .  S 

30.3 

60.0 

1  Person 

S  .0 

0 . 3 

10.7 

10.0 

3  People 

0.5 

G  .  0 

0.5 

0.3 

3  People 

7.5 

7.1 

6. 1 

5.6 

4  to  5  People 

13.1 

6.6 

14 . 1 

7.0 

G  to  0  People 

10.0 

4.4 

6.0 

3.0 

9  or  >  People 

10.6 

5.9 

14.0 

4.0 

Table  A- 14 

Number  People  For  Whom  Respondent  Writes  APR/OER  Appraisal 


- CONUS -  - Overseas - 

OFF  C r- D  Enl  DFF  C 5s 3  Enl  C*] 

n-  1,466  0 , 948  437  1,007 


None 

55.0 

60.1 

49.0 

65.4 

1  Person 

10.7 

7.9 

15.6 

11.0 

0  People 

0.0 

6.6 

0.5 

8.4 

3  People 

6.0 

5.9 

5.7 

5.9 

4  to  5  People 

0.7 

5.5 

10.4 

6.0 

6  to  0  People 

6.5 

0.9 

5.7 

1 .8 

0  or  >  People 

3.0 

0 . 1 

3.0 

0.5 

Table  A-17 


Supervisor  Holds  Group  Meetings 


- CONUS -  - Overseas - 

OFF  C*}  Enl  C*3  DFF  [T;]  Enl  C'iD 
42  2,863  433  1,055 


THE  WORK  ITSELF 


Job  Performonce  Goals 
CONUS  Medical 
Overseas  Medical 

4 .86 

4 . 8B 

.94 

.95 

5730 

-0.55 

Task  Characteristics 
CONUS  Medical 
Overseas  Medical 

5.36 

5.43 

.96 

.90 

5715 

-5.59** 

Task  Autonomy 

CONUS  Medical 
Overseas  Medical 

4 . 14 
4.54 

1 .41 
1.43 

5694 

-5.3B* 

Jab  Related  Training 
CONUS  Medical 
Overseas  Medical 

4.75 

4 .71 

1 .54 

1  .47 

5439 

0.30 

Table  B-l  [Continued! 


WORK  GROUP  PROCESS 


Mean 

S£ 

□ 

df 

t 

Work  Support 

CONUS  Medical  4.51 

Overseas  Medical  4.17 

1 .10 

1  . 15 

3438 

3 . S3*** 

Management  and  Supervision 

CONUS  Medical  5.03 

Overseas  Medical  4.33 

1 .53 

1  .57 

5504 

3.31*** 

Supervisory  Comm  Climate 

CONUS  Medical  4.67 

Overseas  Medical  4.57 

1  .61 

1 .64 

54B1 

1 .83 

Organizational  Comm  Climate 
CONUS  Medical  4.53 

Overseas  Medical  4.53 

1.33 

1 .38 

5435 

1.37 

a 

Approximate  degrees  aF  Freedom  are  given  when  t-test  For 
groups  with  unequal  variances  is  used. 


*p  <  .05. 


**p  <  . 01 .  ***p  <  . 001  . 


50 


WORK  GROUP  OUTPUT 


Mean 

so 

a 

df 

t 

Pr  l  de 

CONUS  Medical 

Overseas  Medical 

5.32 

5.27 

1.52 

1 .52 

5024 

0.03 

Advancement / Recognition 
CONUS  Medical 

Overseas  Medical 

4.23 

4.43 

1 .23 

1  .  IS 

5507 

-3.61*** 

Perceived  Productivity 
CONUS  Medical 

Overseas  Medical 

5.71 

5.57 

1  . 16 

1  . 10 

5612 

3.02*** 

Job  Related  Satisfaction 

CONUS  Medical  5.35 

Overseas  Medical  5.30 

1  . 12 

1  . 12 

5142 

1 .31 

General  Org  Climate 

CONUS  Medical 

Overseas  Medical 

4 .65 
4.57 

1.35 

1 .30 

5400 

1 .00 

CJ 

Approximate  degrees  of 

freedom 

are  given 

when 

t-test  for 

urnuns  with  unenual  variances  is  userl  . 


Table  B-2 


Comparison  of  OAP  Factor  Scores 


OFFicer  and 

Enlisted 

MBdical 

Personnel 

THE  WORK 

ITSELF 

Mean 

SD 

a 

at 

t 

Job  Performance  Goals 
Medical  OFFicer 
Medical  Enlisted 

4.95 

4.83 

.91 

.94 

3755 

4 . 77 *** 

Task  Characteristics 
Medical  OFFicer 
Medical  Enlisted 

5.74 

5.20 

.82 

.95 

4145 

21.93*** 

Task  Autonomy 

Medical  OFFicer 
Medical  Enlisted 

4.71 

3.90 

1 .33 

1 .38 

5694 

20.95*** 

Job  Related  Training 
Medical  OFFicer 
Medical  Enlisted 

4 . 8B 
4.55 

1 .42 

1 .55 

2810 

4 . 74*** 

I 

Approximate  degrees  oF  Freedom  are  given  when  t-test  For 
groups  udth  unequal  variances  is  used. 

*p  <  .05.  **p  <  .01.  ***p  <  .001. 
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.V  .V 


a  rr  v*  - 


Table 

B -2  [Cont 

inued D 

WORK  GROUP 

PROCESS 

(lean 

SD. 

a 

df. 

t 

Work  Support 

Medical  Officer  4.42 

Medical  Enlisted  4.43 

1  .  12 

1  . 13 

5760 

-0.24 

Management  and  Supervision 
Medical  Officer  5.32 

Medical  Enlisted  4.S2 

1 .40 

1  .59 

3916 

9.52*** 

Supervisory  Comm  Climate 

Medical  Officer  4.B4 

Medical  Enlisted  4.55 

1  .49 

1  .60 

3725 

6 .43*** 

Organizational  Comm  Climate 
Medical  Officer  4.71 

1.31 

5425 

5.26*** 

Table  B-2  [Continued} 


WORK  GROUP  DUTPUT 


a 


Mecn 

so 

df 

t 

Pride 

Medical  Officer 

Medical  Enlisted 

5.77 

5.08 

1.21 

1  .60 

4761 

18.35* 

Advancement /Recagni tian 
Medical  Officer 

Medical  Enlisted 

4.51 

4.24 

1.99 

1 .22 

5587 

7.65* 

Perceived  Productivity 
Medical  Officer 

Medical  Enlisted 

5.80 

5.50 

1.04 

1  .21 

4059 

9.58* 

Job  Related  Satisfaction 

Medical  Officer  5.59 

Medical  Enlisted  5.22 

0.93 

1 .16 

3010 

12.03* 

General  Org  Climate 
Medical  Officer 
Medical  Enlisted 


4 .62 
4.47 


1.30 
1 .36 


3493 


12.80* 


Table  B-3 


Comparison  of  CAP  Factor  Scores 
Male  and  Female  Medical  Personnel 


THE  WORK  ITSELF 


Mean 


Job  Performance  Goals 
Male  Med  Personnel 
Female  Med  Personnel 

4.91 

4.76 

0.95 

0.B9 

3318 

5.B3*** 

Task  Characteristics 
Male  Med  Personnel 
Female  Med  Personnel 

5.43 

5 .84 

0.96 

0.8B 

3361 

7 .11*** 

Task  Autonomy 

Male  Med  Personnel 
Female  Med  Personnel 

4 .87 

3.90 

1.43 

1 .34 

3338 

9 . 4B*** 

Job  Related  Training 
Male  Med  Personnel 
Female  Med  Personnel 

4.75 

4 .66 

1 .58 

1 .58 

5175 

8.05* 

a 

Approximate  degrees  of  freedom 
groups  with  unequal  variances  is 

are  given 
used  . 

when  t 

-test  for 

V  VjI 


Table  B~3  CCantinuedD 


WORK  GROUP 

PROCESS 

Mean 

so 

a 

df 

t 

Work  Support 

Male  Med  Personnel 
Female  Med  Personnel 

4.42 

4 .44 

1.15 

1  .06 

3418 

i 

o 

- 

Management /Supervision 
Male  Med  Personnel 
Female  Med  Personnel 

5.08 

4.37 

1 .50 

1  .65 

2783 

2.47* 

Supervisory  Communications 

Male  Med  Personnel  4 . G7 

Female  Med  Personnel  4.5S 

1  .58 

1  .72 

2821 

2.14* 

Organizational  Communications 
Male  Med  Personnel  4.61 

Female  Med  Personnel  4.48 

1  .  2B 

1 . 2B 

5416 

3.40*** 

a 

Approximate  degrees  aF  Freedom  are  given  when  t-test  For 
groups  with  unequal  variances  is  used. 


*  p  <  . 05 . 


**p  <  . 01  . 


p  <  . 001 . 


Table  B-3 

C  Continued ] 

WORK  GRDUP 

OUTPUT 

Mean 

SD 

a 

df 

t 

Pride 

Male  Pled  Personnel 

5.34 

1 .54 

3377 

2.54* 

Female  fled  Personnel 

5.23 

1  .47 

Advancement /Recagni t ion 

Hale  Med  Personnel 

4.39 

1 .22 

557B 

5.02*** 

Female  tied  Personnel 

4.10 

1 .21 

Perceived  Productivity 

Male  Med  Personnel 

5.73 

1 .14 

2910 

5.12*** 

Female  Med  Personnel 

5.54 

1.20 

Jab  Related  Satisfaction 

Male  Med  Personnel 

5.35 

1.13 

5133 

1  . 19 

Female  Med  Personnel 

5.31 

1  .00 

General  Org  Climate 

Male  Med  Personnel 

4.66 

1  .35 

5390 

2.01** 

Female  Med  Personnel 

4.55 

1 .37 

[ili] 


ORGANIZATIONAL 

ASSESSMENT 

PACKAGE 


Leadership  and  Management 
Development  Center 


Maxwell  Air  Force  Base,  Alabama 


Organizational  Assessment  Package 
PRIVACY  ACT  STATEMENT 


In  accordance  with  D.O.O.  Directive  5400.11,  Personal  Privacy  and  Rights  of 
Individuals  Regarding  Their  Personnel  Records,  the  following  information 
about  this  survey  is  provided: 

a.  Authority:  10  U.S.C.,  131. 

b.  Principal  Purpose:  The  survey  is  being  conducted  to  assess  your 
organization  from  a  leadership  and  management  perspective. 

c.  Routine  Uses:  Information  provided  by  respondents  will  be  treated 
confidentially.  The  averaged  data  will  be  used  for  organizational  strength 
and  weakness  identification  and  research  and  development  purposes. 

d.  Participation:  Response  to  this  survey  is  voluntary.  Your  coopera¬ 
tion  in  this  effort  is  appreciated. 


[PLEASE  DO  NOT  TEAR,  MARK  ON,  OR  OTHERWISE  DAMAGE  THIS  BOOKLET] 


i 


SCN  84-96 
Expires  31  Dec  85 

GENERAL  INFORMATION 


The  leaders  of  your  organization  are  genuinely  interested  in  improving  the 
overal 1  conditions  witnin  their  areas  of  responsibility.  Providing  a  more 
satisfying  Air  Force  way  of  life  and  increasing  organi zational  effectiveness 
are  also  goals.  One  method  of  reaching  these  goals  is  by  continual  refine¬ 
ment  of  the  management  processes  of  the  Air  Force.  Areas  of  concern  include 
job  related  issues  such  as  leadership  and  management;  training  and  utiliza¬ 
tion;  motivation  of  and  concern  for  people;  and  the  communication  process. 

This  survey  is  intended  to  provide  a  means  of  identifying  areas  within  your 
organization  needing  the  greatest  emphasis  in  the  immediate  future.  You  will 
be  asked  questions  about  your  job,  work  group,  supervisor,  and  organization. 
For  the  results  to  be  useful,  it  is  important  that  you  respond  to  each  state¬ 
ment  thoughtfully,  honestly,  and  as  frankly  as  possible.  Remember,  this  is 
not  a  test,  there  are  no  right  or  wrong  responses. 

Your  completed  response  sheet  will  be  processed  by  automated  equipment,  and 
be  summarized  in  statistical  form.  Your  individual  response  will  remain  con¬ 
fidential,  as  it  will  be  combined  with  the  responses  of  many  other  persons, 
and  used  for  organizational  feedback  and  possibly  Air  Force  wide  studies. 


KEY  WORDS 

The  following  should  be  considered  as  key  words  throughout  the  survey: 

--  Supervisor:  The  person  who  gives  you  your  day-to-day  guidance  in 
accomplishing  your  job. 

--  Work  Group:  All  persons  who  work  for  the  same  supervisor  that  you 
do. 


--  Organi zation:  Your  squadron.  However,  if  you  work  in  staff/support 
agencies,  the  division  or  deputate  would  be  your 
organization. 


INSTRUCTIONS 


1.  All  statements  may  be  answered  by  filling  in  the  appropriate  spaces  on 
the  response  sheet  provided.  If  you  do  not  find  a  response  that  fits  your 
case  exactly,  use  the  one  that  is  the  closest  to  the  way  you  feel. 

2.  Be  sure  that  you  have  completed  Section  1  of  the  response  sheet,  as 
Instructed  by  the  survey  administrator ,  before  beginning  Section  2. 

3.  Please  use  the  pencil  provided,  and  observe  the  following: 

--Make  heavy  black  marks  that  fill  the  spaces. 

--Erase  cleanly  any  responses  you  wish  to  change. 

--Make  no  stray  markings  of  any  kind  on  the  response  sheet. 

—Do  not  staple,  fold  or  tear  the  response  sheet. 

--Do  not  make  any  markings  on  the  survey  booklet. 

4.  The  response  sheet  has  a  0-7  scale.  The  survey  statements  normally 
require  a  1-7  response.  Use  the  zero  (0)  response  only  if  the  statement 
truly  does  not  apply  to  your  situation.  Statements  are  responded  to  by 
marking  the  appropriate  space  on  the  response  sheet  as  in  the  following 
example: 

Using  the  scale  below,  evaluate  the  sample  statement. 

1  =  Strongly  disagree  5  =  Slightly  agree 

2  =  Moderately  disagree  6  =  Moderately  agree 

3  =  Slightly  disagree  7  *  Strongly  agree 

4  =  Neither  agree  nor  disagree 

Sample  Statement.  The  Information  your  work  group  receives  from  other  work 
groups  Is  helpful. 

If  you  moderately  agree  with  the  sample  statement,  you  would  blacken  the  oval 
(6)  on  the  response  sheet. 

NA 

Sample  Response:  (0)  (1)  (2)  (3)  (4)  (5)  (6)  (7) 


5.  When  you  have  completed  the  survey,  please  turn  In  the  survey  materials 
as  instructed  in  the  Introduction. 


ill 


BACKGROUND  INFORMATION 


This  section  of  the  survey  concerns  your  background.  The  information 
requested  is  to  insure  that  the  groups  you  belong  to  are  accurately  repre¬ 
sented  and  not  to  identify  you  as  an  individual.  Please  use  the  separate 
response  sheet  and  darken  the  oval  which  corresponds  to  your  response  to  each 
question. 

1.  Total  years  in  the  Air  Force: 

1.  Less  than  1  year. 

2.  More  than  1  year,  less  than  2  years 

3.  More  than  2  years,  less  than  3  years. 

4.  More  than  3  years,  less  than  4  years. 

5.  More  than  4  years,  less  than  8  years. 

6.  More  than  8  years,  less  than  12  years. 

7.  More  than  12  years. 

2.  Total  months  In  present  career  field. 

1.  Less  than  1  month. 

2.  More  than  1  month,  less  than  6  months. 

3.  More  than  6  months,  less  than  12  months. 

4.  More  than  12  months,  less  than  18  months. 

5.  More  than  18  months,  less  than  24  months. 

6.  More  than  24  months,  less  than  36  months. 

7.  More  than  36  months. 

3.  Total  months  at  this  station: 

1.  Less  than  1  month. 

2.  More  than  1  month,  less  than  6  months. 

3.  More  than  6  months,  less  than  12  months. 

4.  More  than  12  months,  less  than  18  months. 

5.  More  than  18  months,  less  than  24  months. 

6.  More  than  24  months,  less  than  36  months. 

7.  More  than  36  months. 

4.  Total  months  in  present  position: 

1.  Less  than  1  month. 

2.  More  than  1  months,  less  than  6  months. 

3.  More  than  6  months,  less  than  12  months. 

4.  More  than  12  months,  less  than  18  months. 

6.  More  than  18  months,  less  than  24  months. 

6.  More  than  24  months,  less  than  36  months. 

7.  More  than  36  months. 


5.  Your  Ethnic  Group  is: 


1.  American  Indian  or  Alaskan  Native 

2.  Asian  or  Pacific  Islander 

3.  Black,  not  of  Hispanic  Origin 

4.  Hispanic 

5.  White,  not  of  Hispanic  Origin 

6.  Other 

6.  Your  highest  education  level  attained  is: 

1.  Non-high  school  graduate 

2.  High  school  graduate  or  GEO 

3.  Less  than  two  years  college 

4.  Two  years  or  more  college 

5.  Bachelors  Degree 

6.  Masters  Degree 

7.  Doctoral  Degree 

7.  Highest  level  of  professional  military  education  (residence  or 
correspondence) : 

0.  None  or  not  applicable 

1.  NCO  Orientation  Course  or  USAF  Supervisor  Course  (NCO  Phase  1  or  2)/ 
NCO  Preparatory  Course. 

2.  NCO  Leadership  School  (NCO  Phase  3) 

3.  NCO  Academy  (NCO  Phase  4) 

4.  Senior  NCO  Academy  (NCO  Phase  5) 

5.  Squadron  Officer  School 

6.  Intermediate  Service  School  (i.e.,  ACSC,  or  equivalent) 

7.  Senior  Service  School  (i.e.,  AWC,  ICAF,  NWC) 

8.  How  many  people  do  you  directly  supervise? 

1.  None  4.  3 

2.  1  5.  4  to  5 

3.  2  6.  6  to  8 

7.  9  or  more 

9.  For  how  many  people  do  you  write  performance  reports? 

1.  None  4.  3 

2.  1  5.  4  to  5 

3.  2  6.  6  to  8 

7.  9  or  more 


10.  Does  your  supervisor  actually  write  your  performance  reports? 


1.  yes 


2.  no 


3.  not  sure 


11.  Which  of  the  following  "best"  describes  your  marital  status? 

0.  Not  Married 

1.  Married:  Spouse  is  a  civilian  employed  outside  home. 

2.  Married:  Spouse  is  a  civilian  employed  outside  home-geographical ly 

separated. 

3.  Married:  Spouse  not  employed  outside  home. 

4.  Married:  Spouse  not  employed  outside  home-geographical ly  separated. 

5.  Married:  Spouse  is  a  military  member. 

6.  Married:  Spouse  is  a  military  member-geographical ly  separated. 

7.  Single  Parent. 

12.  What  is  your  usual  work  schedule? 

1.  Day  shift,  normally  stable  hours. 

2.  Swing  shift  (about  1600-2400) 

3.  Mid  shift  (about  2400-0800) 

4.  Rotating  shift  schedule 

5.  Day  or  shift  work  with  irregular/unstable  hours. 

6.  Frequent  TDY/travel  or  frequently  on-call  to  report  to  work. 

7.  Crew  schedule. 

13.  How  often  does  your  supervisor  hold  group  meetings? 

1.  Never  4.  Weekly 

2.  Occasionally  5.  Oaily 

3.  Monthly  6.  Continuously 

14.  How  often  are  group  meetings  used  to  solve  problems  and  establish  goals? 

1.  Never  3.  About  half  the  time 

2.  Occasionally  4.  All  of  the  time 

15.  What  is  your  aeronautical  rating  and  current  status? 

1.  Nonrated,  not  on  aircrew  3.  Rated,  in  crew/operations  job 

2.  Nonrated,  now  on  aircrew  4.  Rated,  in  support  job 

16.  Which  of  the  following  best  describes  your  career  or  employment  inten¬ 
tions? 

1.  Planning  to  retire  in  the  next  12  months 

2.  Will  continue  in/with  the  Air  Force  as  a  career 

3.  Will  most  likely  continue  in/with  the  Air  Force  as  a  career 

4.  May  continue  in/with  the  Air  Force 

5.  Will  most  likely  not  make  the  Air  Force  a  career 

6.  Will  separate/terminate  from  the  Air  Force  as  soon  as  possible 


JOB  INVENTORY 


Below  are  items  which  relate  to  your  job.  Read  each  statement  carefully  and 
then  decide  to  what  extent  the  statement  is  true  of  your  job.  Indicate  the 
extent  to  which  the  statement  is  true  for  your  job  by  choosing  the  phrase 
which  best  represents  your  job, 

1  =  Not  at  al 1 

2  =  To  a  very  little  extent 

3  =  To  a  little  extent 

4  =  To  a  moderate  extent 

Select  the  corresponding  number  for  each  question  and  enter  it  on  the 
separate  response  sheet. 


5  =  To  a  fairly  large  extent 

6  =  To  a  great  extent 

7  =  To  a  very  great  extent 


17.  To  what  extent  does  your  job  require  you  to  do  many  different  things, 
using  a  variety  of  your  talents  and  skills? 

18.  To  what  extent  does  your  job  Involve  doing  a  whole  task  or  unit  of  work? 

19.  To  what  extent  is  your  job  significant,  in  that  It  affects  others  In 
some  Important  way? 

20.  To  what  extent  does  your  job  provide  a  great  deal  of  freedom  and  inde¬ 
pendence  in  scheduling  your  work? 

21.  To  what  extent  does  your  job  provide  a  great  deal  of  freedom  and  inde¬ 
pendence  in  selecting  your  own  procedures  to  accomplish  it? 

22.  To  what  extent  are  you  able  to  determine  how  well  you  are  doing  your  job 
without  feedback  from  anyone  else? 

23.  Tg  what  extent  do  additional  duties  interfere  with  the  performance  of 
your  primary  job? 

24.  To  what  extent  do  you  have  adequate  tools  and  equipment  to  accomplish 
your  job? 

25.  To  what  extent  is  the  amount  of  work  space  provided  adequate? 

26.  To  what  extent  does  your  job  provide  the  chance  to  know  for  yourself 

when  you  do  a  good  job,  and  to  be  responsible  for  your  own  work? 

27.  To  what  extent  does  doing  your  job  well  affect  a  lot  of  people? 

28.  To  what  extent  does  your  job  provide  you  with  the  chance  to  finish  com¬ 

pletely  the  piece  of  work  you  have  begun? 


5  =  To  a  fairly  large  extent 

6  =  To  a  great  extent 

7  =  To  a  very  great  extent 


1  =  Not  at  all 

2  =  To  a  very  little  extent 

3  =  To  a  little  extent 

4  =  To  a  moderate  extent 

29.  To  what  extent  does  your  job  require  you  to  use  a  number  of  complex 
skills? 

30.  To  what  extent  does  your  job  give  you  freedom  to  do  your  work  as  you  see 
fit? 

31.  To  what  extent  are  you  allowed  to  make  the  major  decisions  required  to 
perform  your  job  well? 

32.  To  what  extent  are  you  proud  of  your  job? 

33.  To  what  extent  do  you  feel  accountable  to  your  supervisor  in  accomplish¬ 
ing  your  job? 

34.  To  what  extent  do  you  know  exactly  what  is  expected  of  you  In  performing 
your  job? 

35.  To  what  extent  are  your  job  performance  goals  difficult  to  accomplish? 

36.  To  what  extent  are  your  job  performance  goals  clear? 

37.  To  what  extent  are  your  job  performance  goals  specific? 

38.  To  what  extent  are  your  job  performance  goals  realistic? 

39.  To  what  extent  do  you  perform  the  same  tasks  repeatedly  within  a  short 
period  of  time? 

40.  To  what  extent  are  you  faced  with  the  same  type  of  problem  on  a  weekly 
basis? 

41.  To  what  extent  are  you  aware  of  promotion/advancement  opportunities  that 
affect  you? 

42.  To  what  extent  do  co-workers  in  your  work  group  maintain  high  standards 
of  performance? 

43.  To  what  extent  do  you  have  the  opportunity  to  progress  up  your  career 
1  adder? 

44.  To  what  extent  are  you  being  prepared  to  accept  increased  responsibil¬ 
ity? 

45.  To  what  extent  do  people  who  perform  well  receive  recognition? 

46.  To  what  extent  does  your  work  give  you  a  feeling  of  pride? 
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1  =  Not  at  all  5  =  To  a  fairly  large  extent 

2  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

4  =  To  a  moderate  extent 

47.  To  what  extent  do  you  have  the  opportunity  to  learn  skills  which  will 
improve  your  promotion  potential? 

48.  To  what  extent  do  you  have  the  necessary  supplies  to  accomplish  your 
job? 

49.  To  what  extent  do  details  (tasks  not  covered  by  primary  or  additional 
duty  descriptions)  interfere  with  the  performance  of  your  primary  job? 

50.  To  what  extent  does  a  bottleneck  in  your  organization  seriously  affect 
the  flow  of  work  either  to  or  from  your  group? 


JOB  DESIRES 


The  statements  below  deal  with  job  related  characteristics.  Read  each  state¬ 
ment  and  choose  the  response  which  best  represents  how  much  you  would  like  to 
have  each  characteristic  in  your  job. 

In  my  job,  I  would  like  to  have  the  characteristics  described: 

1  =  Not  at  all  5  =  A  large  amount 

2  =  A  slight  amount  6  =  A  very  large  amount 

3  =  A  moderate  amount  7  -  An  extremely  large  amount 

4  =  A  fairly  large  amount 

51.  Opportunities  to  have  Independence  in  my  work. 

52.  A  job  that  is  meaningful. 

53.  An  opportunity  for  personal  growth  In  my  job. 

54.  Opportunities  in  my  work  to  use  my  skills. 

55.  Opportunities  to  perform  a  variety  of  tasks. 

56.  A  job  in  which  tasks  are  repetitive. 

57.  A  job  in  which  tasks  are  relatively  easy  to  accomplish. 


6 


SUPERVISION 


The  statements  below  describe  characteristics  of  managers  or  supervisors. 
Indicate  your  agreement  by  choosing  the  phrase  which  best  represents  your 
attitude  concerning  your  supervisor. 

1  =  Strongly  disagree  5  =  Slightly  agree 

2  =  Moderately  disagree  6  =  Moderately  agree 

3  =  Slightly  disagree  7  =  Strongly  agree 

4  =  Neither  agree  nor  disagree 

Select  the  corresponding  number  for  each  statement  and  enter  It  on  the 
separate  response  sheet. 

58.  My  supervisor  is  a  good  planner. 

59.  My  supervisor  sets  high  performance  standards. 

60.  My  supervisor  encourages  teamwork. 

61.  My  supervisor  represents  the  group  at  all  times. 

62.  My  supervisor  establishes  good  work  procedures. 

63.  My  supervisor  has  made  his  responsibilities  clear  to  the  group. 

64.  My  supervisor  fully  explains  procedures  to  each  group  member. 

65.  My  supervisor  performs  well  under  pressure. 

66.  My  supervisor  takes  time  to  help  me  when  needed. 

67.  My  supervisor  asks  members  for  their  ideas  on  task  improvements. 

68.  My  supervisor  explains  how  my  job  contributes  to  the  overall  mission. 

69.  My  supervisor  helps  me  set  specific  goals. 

70.  My  supervisor  lets  me  know  when  1  am  doing  a  good  job. 

71.  My  supervisor  lets  me  know  when  I  am  doing  a  poor  job. 

72.  My  supervisor  always  helps  me  improve  my  performance. 

73.  My  supervisor  insures  that  I  get  job  related  training  when  needed. 

/4.  My  job  performance  has  improved  due  to  feedback  received  from  my  super- 
vi sor. 
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75.  When  I  need  technical  advice,  I  usually  go  to  my  supervisor 


76.  My  supervisor  frequently  gives  me  feedback  on  how  well  1  am  doing  my 

job. 


WORK  GROUP  PRODUCTIVITY 


The  statements  below  deal  with  the  output  of  your  work  group.  The  term  "your 
work  group"  refers  to  you  and  your  co-workers  who  work  for  the  same  supervi¬ 
sor.  Indicate  your  agreement  with  the  statement  by  selecting  the  phrase 
which  best  expresses  your  opinion. 

1  =  Strongly  disagree  4  =  Neither  agree  nor  disagree 

2  =  Moderately  disagree  5  =  Slightly  agree 

3  =  Slightly  disagree  6  =  Moderately  agree 

7  =  Strongly  agree 

Select  the  corresponding  number  for  each  statement  and  enter  it  on  the 
separate  response  sheet. 

77.  The  quantity  of  output  of  your  work  group  is  very  high. 

78.  The  quality  of  output  of  your  work  group  is  very  high. 

79.  When  high  priority  work  arises,  such  as  short  suspenses,  crash  programs, 
and  schedule  changes,  the  people  in  my  work  group  do  an  outstanding  job 
in  handling  these  situations. 

80.  Your  work  group  always  gets  maximum  output  from  available  resources 
(e.g.,  personnel  and  material). 

81.  Your  work  group's  performance  in  comparison  to  similar  work  groups  is 
very  high. 

ORGANIZATION  CLIMATE 

Below  are  items  which  describe  characteri sties  of  your  organi zation.  The 
term  "your  organi zation"  refers  to  your  squadron  or  staff  agency .  Indicate 
your  agreement  by  choosing  the  phrase  which  best  represents  your  opinion 
concerning  your  organization. 

1  =  Strongly  disagree 

2  =  Moderately  disagree 

3  =  Slightly  disagree 

4  =  Neither  agree  nor  disagree 

Select  the  corresponding  number  for  each  item  and  enter  it  on  the  separate 
response  sheet. 


5  =  SI ightly  agree 

6  =  Moderately  agree 

7  =  Strongly  agi ee 


5  =  Slightly  agree 

6  =  Moderately  agree 

7  =  Strongly  agree 


1  =  Strongly  disagree 

2  =  Moderately  disagree 

3  =  Slightly  disagree 

4  =  Neither  agree  or  disagree 

82.  Ideas  developed  by  my  work  group  are  readily  accepted  by  management  per¬ 
sonnel  above  my  supervisor. 

83.  My  organization  provides  all  the  necessary  information  for  me  to  do  my 
job  effectively. 

84.  My  organization  provides  adequate  information  to  my  work  group. 

85.  My  work  group  is  usually  aware  of  important  events  and  situations. 

86.  My  complaints  are  aired  satisfactorily. 

87.  My  organization  is  very  interested  in  the  attitudes  of  the  group  members 
toward  their  jobs. 

88.  My  organization  has  a  very  strong  interest  in  the  welfare  of  its  peo¬ 
ple. 

89.  I  am  very  proud  to  work  for  this  organization. 

90.  I  feel  responsible  to  my  organization  in  accomplishing  its  mission. 

91.  The  information  in  my  organization  is  widely  shared  so  that  those  need¬ 
ing  it  have  it  available. 

92.  Personnel  in  iny  unit  are  recognized  for  outstanding  performance. 

93.  I  am  usually  given  the  opportunity  to  show  or  demonstrate  my  work  to 
otners. 

94.  There  is  a  high  spirit  of  teamwork  among  my  co-workers. 

95.  There  is  outstanding  cooperation  between  work  groups  of  my  organiza¬ 
tion. 

96.  My  organization  has  clear-cut  goals. 

97.  I  feel  motivated  to  contribute  my  best  efforts  to  the  mission  of  my 
organi zation. 

98.  My  organization  rewards  individuals  based  on  performance. 

99.  The  goals  of  my  organization  are  reasonable. 

100.  My  organization  provides  accurate  information  to  my  work  group. 


JOB  RELATED  ISSUES 

The  items  below  are  used  to  determine  how  satisfied  you  are  with  specific  job 
related  issues.  Indicate  your  degree  of  satisfaction  or  dissatisfaction  with 
each  issue  by  choosing  the  most  appropriate  phrase. 


1  =  Extremely  dissatisfied 

2  =  Moderately  dissatisfied 

3  =  Slightly  dissatisfied 

4  =  Neither  satisfied  nor  dissatisfied 


5  -  Slightly  satisfied 

6  =  Moderately  satisfied 

7  =  Extremely  satisfied 


Select  the  corresponding  number  for  each  question  and  enter  it  on  the  sepa¬ 
rate  response  sheet. 


Feeling  of  Helpfulness 

The  chance  to  help  people  and  improve  their  welfare  through  the  per¬ 
formance  of  my  job.  The  importance  of  my  job  performance  to  the  wel¬ 
fare  of  others. 

Co-Worker  Relationship 

My  amount  of  effort  compared  to  the  effort  of  my  co-workers,  the  extent 
to  which  my  co-workers  share  the  load,  and  the  spirit  of  teamwork  which 
exists  among  my  co-workers. 

Family  Attitude  Toward  Job 

The  recognition 'and  the  pride  my  family  has  in  the  work  I  do. 

Qn-the-Job  Training  (QJT) 

The  OJT  instructional  methods  and  instructors’  competence. 

Technical  Training  {Other  than  OJTj 

The  technical  training  I  have  received  to  perform  my  current  job. 

Work  Schedule 

l-iy  work  schedule;  flexibility  and  regularity  of  my  work  schedule;  the 
number  of  hours  I  work  per  week. 

Job  Security 

Acquired  Valuable  Skills 

The  chance  to  acquire  valuable  skills  in  my  job  which  prepare  me  for 
future  opportunities. 

My  Job  as  a  Whole 
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FACTOR  81<  -  J)WC  REPCTITIOH:  Mcisurot  tti*  tiUot  to  »Ailcb  ont  porfonif  tti*  mm  J40  44  To  <4i<t  oitont  «r«  you  bolno  prtportd  to 

tub  or  Ikii  D5  mm  typo  of  probtoM  l«  Mt  or  tior  Jot  w  i  rtpulir  boils.  tceept  Incrooitd  rttponslbllltyl 


ACTOR  619  -  SUPERVISORY  CQWUMt  CAT  I OWS  CLIMATE:  Mtitures  tfw  to  Jilch  3l4  96  orgtnlmlon  h»s  c1««r-cut  goal*. 

h«  »ork#r  ptrc^iwes  ~kh«f"th*rt If  900^  npport  with  supervisors,  thjt  Uiere  It  A 


FACTOR  322  -  JQ6  MIATCP  SATfSf ACTIO*:  Natural  the  degree  to  >4ilch  tM  -orker  FACTOR  824  ■  ScHCRAl  QRGAHIUTIONAL  CUHATE:  Measures  the  Individual's 

it  generally  5il7TFT33TSni»  fac tori  surrounding  the  Job.  perception  of  his  or"  her  organi HtTofuT  environment  ti  a  whole  il.e.  spirit  of 

teamwork,  communications,  organizational  prida,  etc.). 
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